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J- INTRODUCTION
Quality education has resulted &om the harmonious relationship that has always existed between
the Board of Education and the Whitesboro Central School Administrators' Organization. The
ftamework of this contract should allow this relationship to continue as we work together toward
the solution of common problems and the attainment of common goals.
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ARTICLE I
GENERAL CONDITIONS
A. The Board and Organization recognize that providing a quality education for the children
of Whitesboro is their mutual aim and responsibility; that the quality of education is
influenced by the quality and morale of the professional stafI: and that the members of
the administrative staff are particularly qualified to work with the Board in formation of
policies and programs designed to maintain and improve education standards.
All policies for admini~tors now in existenCe will remain in effect unless otherwise
stated and mutually agreed upon or as changed in future negotiations.
B.
Changes in either proposed or eStablished pOlicies will be discussed by the Chief School
Administrator with the administrative staffbefore recommendations are made to the
Board of Education.
D. Once policies are established which affect the personnel or building under the
admini~tor's jurisdiction, helshe should be notified prior to general release when
pc;>ssible.
E. 1. Any administrator or group of administrators who wish to report disagreements
with adopted school policy will state their disagreement in writing and present it
to the Chief Scbool Administrator. The Chief School Admini~tor will discuss
the matter with the President of the Board of Education, who will either refer it to
a proper committee (if one exists) or will appoint a committee of Board members
who will arrange a meeting with all parties concerned within ten (10) school days
of the time the written statement of the disagreement was received by the Chief
School Admini~10r.
.
2. It is hoped that such a meeting will result in a final resolution oftbe issue. It
however, this should not be the case, all parties reserve the right to present their
case directly to the full Board of Education at an executive session to be called by
the President of the Board of Education not later than ten (10) days ftom the last
meeting between the parties originally
scheduled to meet.
3. No disagreement will be discussed at a Board of Education meeting until the steps
outlined previously have been followed.
F. IT IS AGREED BY AND BETWEEN TIlE PARTIES THAT ANY PROVISION OF
TIllS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS
IMPLEMENTATION BY AMENDMENf OF LAW OR BY PROVIDING TIlE
ADDmONAL FUNDS TIlEREFOR SHALL NOT BECOME EFFECTIVE UNTIL .
TIlE APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL.
G. Any provision or application of this Agreement which is found contrary to law shall not
be deemed valid and subsisting except to the extent permitted by law, and all other
provisions or applications shall continue in full force and effect.
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RECOGNITION -DUES DEDUCTION -NO STRIKE PLEDGE
1. The Board recognizes the Organization as the exclusive representative of
the employees in the admUristrative negotiating unit for the pmpose of collective
bargaining and administration of grievances arising under the terms and
conditions of their employment. The administrative negotiating unit includes all
full-time professional oom1n1~tive personnel except the
Superintendent ofSchoo~ the ~nt Superintendent of Schools, the Assistant
Superintendent for Business, the Director of Information and Instructional
Technology, the Director of Special Programs and Services and the Director of
Guidance, Counseling and Pupil Personnel Services.
2. Such other administrators who may wish to be excluded may apply fur exclusio~
_ if agreed to by both the Board of Education and the Whitesboro
Administrators'Organ17~tion,they may be excluded.
.
B. .The Board shall deduct ftom we salaries of its administrators dues for professional
associations as individually authorized in writing to the Board and the Association. The
Board shall promptly transmit such deductions to the professional associations. .
C. The Organization affirms that it does not assert the right to strike against Whitesboro
Central School; to assist or participate in any such strike, or to impose an obligation to
conduct, assist, or participate in such a strike.
D. The term "administrator" in this Agreement includes each member of the
unit described above.
3
2002-03 2003-04 2004-05 2005-06 2006-07
Anderson, Lisa $65,000 $67,600 $70,304 $73,116 $76,041
BeUair, Brian $66,000 $71,140 $73,986 $76,945 $80,023
Billman) David $70,000 $72,800 $75,112 $78,740 $81,890
Carbone, Mary $70,000 $77,000 $80,080 $83,283 $86,615
Trela-Ferlo, Carolyn . $70,000 $72,800 $75,712 $78,740
Gaetano, Richard $67,000 $70,680 $13,507 $76,447 $79,505
Griffith, Sheryl (10 Month) $50,000 $52,000 $54,080 $56,243 $58,493
Harter, James $65,000 $65,435 $68,052 $70,774 $73,605
Lonczak, Gary $75,000 $79,000 $82,160 $85,446 $88,864
Mcqueen, Brian $70,000 $74,800 $17,192 $80,904 $84,140
Woodcoc~ Curt $85,000 $88,400 $91,936 $95,613 $99,438
2. Graduate Credit
ARTICLEIn
.-
. SALARIES
A. 1. For the years 2002-03, 2003-04, 2004-05, 2005-06 and 2006-07 the salaries of
current unit members shall be:
The District will reimburse unit members up to $2,000.00 per year for tuition
costs for approved graduate study. Such graduate study must be approved in
writing by the Superintendent prior to enrollment in the course by the
administrator. Approval shall be on a District form. Reimbursement shall be for
the actual cost of tuition only, to a maximum of $2,000.00 per school year.
Reimbursement sba1lbe made to the ~mini~or upon successful completion of
the comse with a grade ofB or better. Written documentation of completion of
the course, the grade, and proof of the payment of tuition must be submitted by
the administrator to be eligible for reimbursement Reimbursement shall occur
within one month of the submission of acceptable documentation.
3. There sball be an annual stipend of$2,OOO.OO(two thousand dollars) for a Ph.D
or an Ed.D. degree. Payment is limited to one degree.
4. The District and the Organization will form an ad hoc committee to develop and .
implement a mutually beneficial employee evaluation program .
5. -"EffectiveNovember 1, 2000, no administrator sbaIl be required to coordinate
District instructional or administrative activities at either the elemeptary or
secondary level.
B. Pay dates
Pay dates for administratprs will be every two (2) weeks, consistent with the procedure of
all other employees.
4
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MIDDLE SCHOOL ASSISTANT PRINCIPAL
A.
' The position of Middle School Assistant Principal shall be a ten (10) month position.
B. The work year shall include days students and/or staff are required to be and/or Me in
attendance between September 1 and June 30, inclusive.
c. Any additional days required to be worked beyond the work year defined in B. shall be
approved in advance by the Superintendent and shall be paid at a per diem rate of 1/200th
per day, prorated for a portion of a day.
,D. The Middle School Assistant Principal sball not be eligible for vacation as set forth in
Article VU.
ARTICLE V
PROMOTIONS
A When vacancies or new positions occur that could be considered promotions for ~mbers
of the present staB: written notification of such vacancies and new positions will be
submitted by the Board of Education to the President of the Organization and then will be
po&ed by the Board in all schools within the District with a general list of qualifications
and a general job description.
B. In cases of equal qualification, preference shall be given to the candidate ftom within the
District and on the basis of seniority in the District.
C. Unsuccessful candidates will be notified in writing.
ARTICLEVI
SPECIFIC POLICmS
Tax-Sheltered Annuities
Members of the Whitesboro Administrators' Organization Willbe permitted to participate
in tax-sheltered annuities programs as provided for by State Law and have appropriate
payroll deductions made by the Business Office of the Whitesboro Central School
System. Tax-sheltered annuity deductions shall'be paid to the various TSA Compames
by the District through a common remitter.
Credit Union
Members of the Whitesboro Administrators' Organization will be permitted to participate
in the First Source Federal Credit Union and have appropriate payroll deductions made
'
by the Business Office of the Whitesboro Central School System.. Tax-sheltered annuity
deductions shall be paid to the various TSA companies by the District through a common
remitter.
5
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ARTICLE VI
(Continued)
C. Insurance - School-Related Suits
Provisions will be included in the SMP Policy for the Whitesboro Central School District
to provide coverage for administrative personnel of the Whitesboro Central School
System for personal injury, slander and libel, to the amount of $100,000 per person
and/or $1,000,000 aggregate.
D. Health Insurance for Active Members
1. For all employees hired on or before April 6, 1993 the employer's contribution to
the heahh insurance program.will be 9()01'of r both individualand family
coverage.Therateofcontributionuponretirementforthese Nlminimators sball
not be less than the rate of95% for individual and family coverage. In order to be
eligible for this benefit employees must have worked for the District for at least
ten years.
2. For all employees hired after April 6, 1993 the employer's contribution will be
85% for both individual and fiunily coverage. The rate of contribution llpQn
retirement for these admini~ors shall be the same as the rate during active
employment. In order to be eligible for this benefit employees must have worked
for the District for at least ten years.
E. The District shall continue the IRS Section 125 Plan.
F. Life Insurance for Admini~tors
The Board of Education will underwrite a life insurance policy for unit administrators, in
the amount of $40,000 per administrator at a cost equivalent to/not to exceed that
provided for the previously agreed disability policy during the 1990-91 school year.
Excess monies due to premium reduction will be applied to caShvalue accounts.
G. Dental Insurance
During the term of this Agreement, the Ihstrict will pay the cost of individual dental
insurance coverage up to $310 (2003-04 fiscal year), $320 (2004-05 fiscal year), $335
(2005-06 fiscal year and thereafter). The District will pay up to $550 (2003-04) fiscal
year), $600 (2004-05) fiscal year, $650 (2005-06 fiscal year and thereafter) of the cost of
fa.mi1y-coverage.
H. Paid Professional Dues
Upon providing the Assistant Superintendent with evidence that a unit admini~tor bas
contributed $700.00 or more for the purpose of paying professional dues (up to a
maximum of two) in a particular school year, reimbursement up to an amount ofS700.oo
shall be provided. Reimbursement is payable after December 1st of a particular school
year.
6
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VACATION POLICY
Administrators hired on or after January 1, 1994 are entitled to vacation leave as set forth
below:
1. From date of hire through completion of the fifth year of employment an
admini~tor shall be entitled to 20 vacation days annually under the tenus
outlined here.
2. After completion of the fifth year of employment an administrator shall be
entitledto 25 vacationdays annually under the terms outlinedhere.
.
a.
b.
c.
d.
Administrators sball earn vacation credit at the oompletion of each full
month of employment at the appropriate rat€; ie., wm hire through five
years
~ the rate of 1/12 x 20 days and after five years of employment at
the rate of III 2 x 25 days.
For administrators hired after July I in any year the 20 days of vacation
during the first year of employment shall be pro-rated according to.the
date of hire rounded to the nearest day.
If an administrator uses anticipated vacation days pOOrto earning them
and leaves the district before completion of the amount of service required
to earn the days used in anticipation, the administrator's final paycheck
will be adjusted to reflect deductioDS for vacation time used but not
earned.
1. All vac~tion time must be used during the year earned. However, a
maximum of five (5) days of accumulated vacation time may be
carried into the following fiscal year if the individualwork
schedule does not allow for uti1i7.8tionof the full entitlement to this
benefit in anyone fiscal year. Vacationdays that are canied over
must be used in the rollover year no later than September 1 of that
fiscal year. (For example, if five days are rolled over to the fiscal
year beginning July 1, 2003, those five days must be used by
September 1, 2003.)
2. The carry over and scheduling of those days must have the prior
approval of the Superintendent of Schools. .
3. In the event that the administrator chooses to be paid for the
approveddays rather than rolling them over, the admini!Vator will
be paid at the rate of 1/240'" of the then current base salary. This
paragraph of the agreement will sunset on June 30, 2007. .
T"
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ARTICLEvn
(Continued)
e. Vacation days may only be scheduleq on those days on which school is
not in session. However, individual requests for the use of vacation leave
for days in which school is in session may be granted o~y upon the prior
approval of the Superintendent of Schools.
f. By August 1st,each 12 month bargaining unit member will submit to the
Superintendent of Schools (or designee) for approval a proposed schedule
for the year of anticipated vacation leave.
g. There shall be no payment for unused vacation leave upon leaving the
district.
B. Administrators hired prior to January 1, 1994 shall earn vacation leave in accordance
with the methods set forth above in paragraphs 1., 2., 2.8., and 2.b., except that these
administrators may not use their earned vacation time until the following fiscal year.
1. Upon leaving the District those administrators hired before January 1, 1994 shall
be paid for unused vacation days earned in the previous fiscal year at the ~e of
1/240 of their final salary.
c. The scheduling of all vacations is subject to the written approval of the Superintendent of
Schools.
ARTICLE vm
SICKLEAVEPAYOlIT
Any adminj~tor who retires under the New York State Teachers' Retirement plan, and who
has a minimum of ten (10) years of continuous service in.the District, shall be entitled to a sick
leave pay-out in the amount of thirteen ($13.00) each day for the first 113 accumulated sick
days; twenty-seven dollars ($27.00) each day for accumulated days above 113, but not ex~ine
226 and forty ($40.00) each day for all accumulated sick days above 226.
ARTICLE IX
CONFERENCES
A. All administrators may attend at least one conference per year. All expenses for such.
attendance must be within the guidelines of the policy of the Board of Education. Full
reimbursement for approved attendance will be granted unless otherwise indicated.
Attendance at all conferences and degree of reimbursement shall be at the discretion of
the Superintendent of Schools.
B. The District will prepay the registration fee and provide the opportunity for purchase
orders/claim forms to be utilized for other expenses as applicable.
8
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ARTICLE X
SABBATICALLEAVE
Members of the Whitesboro Administrators' Organization may be granted a Sabbatical Leave
upon the recommendation of the Superintendent, and subject to the approval of the Board of
Education, predicated on the following provmions:
A. Application
Application for Sabbatical Leave sball be made on the form provided and must be filed in
the office of the Superintendentin accordance with the followingschedule:
.
1. If the Sabbatical Leave is to start in September of the school year, the application
must be filed no later than December 15 of the previous year.
2. If the Sabbatical Leave is to start at the beginning of the second semester of the
school year, the application must be filed no later than May 15 of the previous
year.
B. Selection of Candidates
Selection of candidates sball be based upon the value of the Sabbatical Leave to the
Whitesboro Central School District and shall be made by the Superintendent of SchOols
and/or a designee and sball require recommendation to, and approval by, the Board of
Education. Final selection will be made no Iaterthan:
1. February 15 if the Leave is to start in September.
2. August 15 if the Leave is to start at the beginning of the second semester of the
school year.
C. BudgetaIy Consideration
It is understood and agreed by the parties that budgetary considerations will be one of the
factors to be taken into consideration in the decision regarding Sabbatical Leave.
D. Eligibility Requirement
To be eligible to apply for a Sabbatical Leave, an administrator mUst have had at least'
five (5) years of administrative experience in the District and be permanen~ly certified in
the area ofhislher current employment.
E. Limitation
No more than.one person of the administrative staff may be on Sabbatical Leave in any
one school year.
9
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(Continued)
F. Salary Consideration
In the event a Sabbatical Leave is approv~ the following shall govern:
1. Salary while on such Leave shall be one-half (1/2) pay for one (1) year or full pay
for one-half (1/2) year.
2. Upon hislher return, the 9dministrators saJary shall be that which would have
been received bad the recipient been normally employed in the system during the
time ofhislher leave..
3. Suchsalary ~ in no way, be affected by outside grants or scholarships..
4. Return &om Leave: Upon returning, the recipient shall resume position at the
level corresponding to that which helsbe would have attained had he/she been
normally employed in the District.
G. Declaration of Intent
The recipient sba1lbe required to sign a declaration of intent to serve on the Whitesboro
staff for at Ieast two (2) years following the Leave, and in the event that he/she fiills to
fulfill this requirement, to refund the money received for the Leave on a pro-rata basis
provided that the reason for not completing the required two (2) years is not death or
permanent disability.
H. Restrictions Concerning a Sabbatical Leave
In the event a Leave is granted, the recipient may not, during its duratio~ undertake any
endeavor which will interfere with the educational program outlined in hisIher
application.
I. Selection Committee
In processing applica~ions for Sabbatical Leave, the recommendations of a committee
consisting of the following shall be taken into consideration:
1.
2.
Central Administrative Staff
-"Presidentof the Association
J. In the event that a Sabbatical Leave is granted and two or more applicants equally meet
the requirements for Sabbatical Leave, selection shall be based on seniority in the school
system, or this being eq~ on total years experience in education.
K. Unsuccessful candidates .shallbe notified in writing.
10
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AARTICLE XI
LEAVES
Sick Leave
1. Creditation
Administrators may accumulate a maximum of eighteen (18) sick days per year.
Each admini~tor may accumulate sick leave days at the rate of I.S days per
month of employment wm the first day of appointment as an admini~or by
the Board of Education. Any personal leave days not used in a particular year
will accrue as sick leave days effective on July 1 of the following year. New
admini~ors hired after. 7/1/2000 will be allowed to bring in SOOJloof their earned
sick days nom their previous district to a maximum of thirty (30) days.
2. Accumulation
Administrators are not limited to the number of sick leave days they may
accumulate.
3. Absence charged against accumulated sick leave credits
Before absence for personal illness may be charged against accumulated sick
leave ~ the Employer may require proof of illness, or may require the
eIiJployee to be examined at the expense of the Employer by a physician
designated by the Employer (Board of Education). Unless unusual circumstances
prevail, which warrant exception, a doctor's certificate may be required for any
sick leave that continues for more than five (S) working days, and for protracted
illness or disability, at the end of
each thirty (30)"OOysof absence.
4. Absences not chargeable to accumulated sick leave credits
In the event of firilure to submit proof of illness upon request, or in the event that
after such proof is submitted, or after the report of a medical examination, the
Employer finds that there is not satisfactory proof of illness sufficient to justify
the employee's absence ftom the performance ofhislher duties, such absence may
be considered as unauthorized leave, shall not be charged against accumulated
sick leave credits and shall be .
. .- without pay.
S. Physical Examinations
The Employer may require an employee who has been absent because of personal
illness, prior to and as a condition ofhislher return to duty, be examined at the
expense of the Employer (Board of Education), by a physician designated by the
Employer in order to establish that he/she is not disabled trom the performance of
hislher normal duties, and that hislher return to duty will not jeopardize the heahh
of other employees and pupils.
II"
ARTICLE XI
(Continued)
6. Absentee Reports
Absentee reports must be filed on the day of return with appropriate reason listed.
7. Sick Leave Bank.
There shall be established a Sick Leave Bank: for Unit Administrators. The
parameters are as follows:
a. Eligibility ,
i All administrators are automatically covered in the sick leave bank
by contributing one (I) personal leave day and one (I) sick leave
day each year. An admini~tor who does not wish to be eligible
for the sick leave bank shall notify the District in writing prior to
August 1 or 30 days after effective date of employment. Members
who withdraw nom the sick leave bank will not be eligible to use
the bank during the first year for which they donate days to ,re-
enter.
ii To use the Bank, an administrator must have used all but five (5)
sick days, have a long-term illness as certified by a practicing
physician or be certified as'having a long-term disability due to an
accident. Admini~tors who have a permanent disability due to
illness or accident will not qualify for use of the Bank. Normal
pregnancy will not qualify for use of the Bank.
The number of days allowed for Sick Bank usage will be two (2)
times the employees total accumulation at the commencement of
their long term qualifying illness up to a maximum of one hundred
forty (140) days. The minimum number of sick bank days
available will be 70.
An administrator using the Sick Bank must withdraw immediately
upon becoming ineligible according to the criteria set forth above,
but in any event no later than one hundred (orty (140) days after
entry into the Sick Bank.
In extenuating circumstances the Superintendent may grant
additional days.
Administrators returning ftom sick leave bank who require re-entry ,
'are eligible for the difference between 70 days and days owed to
the bank.
12 ii
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ARTICLE XI
(Continued)
Continuation of the Bank
Continuation of the Bank:will occur according to the following:
L By each September 15, dwing the term of the contract, the
District will contribute a number of days equal to those
contributed by the admini~tors.
ii If the Bank should need to be replenished dwing a particular year,
the District will match employee personal/sick leave contributions
on a "1 day for 1 day" basis.
Pay Back
i Individual A<lministrators who use sick leave Bank days will be
required to pay back one-half(ll2) of the days they used. The pay
back shall be done in the following
manner:
ii. Any days, up to a maximum of five (5) unused at the end of the
year in which the Sick Leave Bank was utilized, will be ~tumed in
total to the District as part of the pay back herein.
At the end of the year following the use of Bank days, an
.
Admini$ator will pay back one-half (112) ofhislher unused sick
days of that year.
This process will be repeated until the required number of days are
paid back.
By August 1st of each school year, the Secretary of the WAO will be
provided a written report as to the status of the Bank.
B. Court and Jury Attendance
On proof of the necessity of jury service or appearance as a witness pursuant to subpoena
or other cowt duty, an employee shall be granted a leave of absence with pay (regtiI8f° '. .
salary-less cowt salary) with no charge against leave credits for time ~y required in
court for such service or duty; provided, however, that this section shall not apply to any
absence by an employee occasioned by such appearance ifhe/she is a party in the case:
13
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ARTICLE XI
(Continued)
c. Personal Leave
1. Definition
Personal leave is leave with pay for personal business including religious
observance, attention to legal and financial affairs, and other varied personal
business which must be conducted during normal working hours.
2. Categories of Personal Leave
a. -Unconditional Personal Leave
Two (2) unconditional personal leave days will be granted .annually to
each admini~tor without loss of pay. Such days are to be used for
pmposes of personal business as defined in (1.) Definition above. In
applying for an unconditional personal leave day, the Qdmini~or is
required to list "Personal Business" only, as the reason for the request
b. Conditional Personal Leave
Three (3) conditional personal leave days will be granted annually to each
administrator without loss of pay. Such days are to be used for personal
business as defined in (I.) Definition above. In applying for a conditional
personal leave day, the J\dministrator is required to state the reason for
requesting the day under the general categories (not all inclusive) listed
below under Examples for Personal Day.
3. These days shall not be used on the workday preceding or following a vacation or
holiday period, except with express approval of the superintendent which may be
granted after the fact.
4. Notification
The employee should give as much advance notice as possible (at least five (5)
days in advance). However, it is realized that emergency situations do arise
which do not allow for such advance notice. When requesting a personal leave
day after the mc~ a sPecific reason will be given.
5. Unused personal leave shall not be cumulative.
6. Examples for Personal Day
1. Religious Observance
Day considered by Church as non-working day.
14
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(Continued)
Legal and Financial
a.
b.
c.
d.
Emergency at home
Family emergency
Attend graduation of children, spouse or own
Movers arriving with furniture
Conference at a college outside of Utica area
Participate in wedding (other than own)
Vehicle accident or breakdown
Visit of close relative ftom long distance
Signing up for courses at college outside of Utica area
Communityresponsibility
,
Death of a mend
College interview with child
e.
f
g.
h.
L
J.
k.
L
Illness or Death in Family
In addition to the personal illness of an employee, further absences resulting flum illness
or death in the employee's fiunily may be charged against accumulated sick leave Credits.
However, charges against accumulated sick leave credits for such absence sha1lnot
exceed five (5) days in anyone school year. AdditiOnal days, charged against sick leave,
may be granted at the discretion of the Employer. The fiunily is defined as current
spouse, son, daughter, mother, futher, brother or sister.
E. Military Leave
Extended leave shall be granted to any administrator who is inducted or called to active
service in any branch of the Armed Forces of the United States. Upon retwn ftom such
leave, he/she shall receive a salary he/she would have received bad he/she remained
actively employed in the system during the period ofhislher absence for a period of up to
three (3) years.
'
F. Deductions
1. Deductions for absences not allowed under present policy will be made at the rate
of 1/240 of the contract salary for the school year in which the absence occurred
for each day's abse~ or 1/480 for each balf-day.
2.
'
.- Deductions will be made for only those days on which school is in ~ssion for
teachers. If school is in session for only half-day, this day shall count as a full
da~ '
G. Snow Days
The District will relax its regulation on the requirement to report to work on snow days.
1"5. , -, ,
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ARTICLE XI
(Continued)
On days when school is closed due to weather conditions, previously scheduled
meetings/trainings will be attended by unit members unless specifically cancelled by the
Superintendent of Schools (or designee).
ARTICLE XII
GRIEVANCE PROCEDURE
Purpose
It is the policy of the Employer and the Whitesboro Administrators' Organization that all
grievances related to the terms of this contract be resolved informally or at the earliest
possible stage of this grievance procedure. Both parties recognize,.however, that the
procedure must be available without any fear of discrimination or coercion because of its
use. Informal settlements at any stage shall bind the immediate parties to the settlement
but shall not be precedents in a later grievance.
Definitions
1. A grievance is any alleged violation of this Agreement or any dispute with respect
to its meaning or application.
2. An adminimator is any person in the Bargaining Unit covered by this Agreement.
3. An aggrieved party is an administrator or group of administrators who sub~ a
'
grievance or in whose behalf it is submitted by the Whitesboro Administrators.
Conditiom of Grievance Submission
1. An administrator or group of adminimrators may submit grievances which affect
only the school in which they work and shall submit such grievances directly to
the Assistant Superintendent through a representative of the Whitesboro
Administrators' Organization, except in the following instances: If the individual
submitting the grievance is a vice-principal, assistant principal, or other
administrator reporting to a building principal, that person shall submit the
grievance to the building principal at Stage I.
The Whitesboro Administrators' Organization may submit any grie.vances. If it is
limited in effect to one schoo~ the grievance shall be discussed with the building
principal and then submitted directly to the Assistant Superintendent at Stage n:
Time Limits
l. It is in the interest of good employee relations that grievances be processed as
rapidly as possible. It is to this end, therefore, that time limits have been
established for each stage of the Grievance Procedure, which time limits may only
be extended by mutual agreement.
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(Continued)
2. It is agreed by the parties that, in the event the employer's representative fails to
answer a grievance within the time limit specified in the particular stage, such
grievance shall be subject to appeal by the Whitesboro
Administrators'Organization to the next higher stage of the Grievance Procedure.
3. It is further agreed by the parties that no grievance shall be valid unless appealed
by the Whitesboro Administrators' Organization within the time limits established
in each stage of the Grievance Procedure. Failure to appeal any grievance within
these time limits will cause the grievance to be settled on the basis of the Jast
written answer unless the time limits are extend~ in individual cases, by mutual
agreement of the parties.
4. A grievance shall be deemed waived unless it is submitted within ~ (60) days
afterthe aggrievedparty knew or should have known of the events or conditions
on which it is based.
Procedure
1. Stage I: Any admini~or having a grievance or anyone (I) desigOated
member of a group having a grievance shall, in each instance,
discuss hislher complaint with the building principal or the
Assistant Superintendent. The admin1~tor sball have the right to
be represented by the Whitesboro Admini~ratorst Organization
during the discussion of the grievance.
a. If the grievance is not resolved in the informal stage, the administrator or
the Whitesboro Administrators' Organi2ation sball present a signed,
written grievance to the building principal or assistant superintendent.
The written grievance shall identify the provision of the Agreement
involved in the ~, the time and place where the alleged events or
conditiom comtituting the grievance existed, and ifknown, the identity of
the person responsible for causing such events or conditions, a general
statement of the griev8nce, and redress sought by the aggrieved party.
b. The building principal or assistant superintendent shall sub~ a written
answer to the aggrieved within one (1) calendar week after receipt. If the
answer is acceptable,the administratoror the WhitesboroAdministrato~'
.Organization's representative shall sign the acceptance. If the answer is
u~ble, or if a written response is not forthcoming~ the time
limit, the aggrievedparty may, within one (1) week, appealthe grievance
to Stage 2.
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(Continued)
2. Stage 2: In the event the grievance is not resolved in Stage 1, above,
or if the grieving party is a building principal, it may be presented
to the Superintendent or hislher designated representative. The
Superintendent or hislher designated representative shall meet with
the representatives of the Whitesboro Admini~tors' Organization
within two (2) calendar weeks after receipt of the appeal and shall
render a written decision within one (1) calendar week of such
meeting.
3. Any grievance fulling under the scope of this Agreement which is not settled in
Stage-2of the Grievance"procedurehereinmaybe submittedby the grievingparty
(Whitesboro Administrators' Organization or Employer) to the Board of
Education in accordance with the terms of these provisions. No~ of intent to
appeal any such grievances to the Board of Education shall be filed in writing
with the other party within twenty-one (21) days after the final decision has been
given by the Superintendent in writing.
AppealtoilieBomUofEduamon
1. The Board of Education shall have no power to add to or subtract nom, or modify
any part of this Agreement, or any other terms made supplemental hereto, or to
arbitrate any new provision into this Agreement. 1be Board of Education's
authority is to interpret and apply provisions of this Agreement.
2. The Board of Education sball render its decision within thirty (30) calendar days
after the closIDgof the Board's pro~i"es. The award sball be signed by the
President of the Board of Education and two (2) copies of the award shall be
delivered or mailed to each of the parties. Nothing in this Agreement shall
preclude the :POardof Education from rendering an immediate decision upon the
close of the hearing, if mutually agreeable to the parties.
3. There shall be no appeal ftom the Board of Education's decision which will be
final and binding on the Whitesboro Administrators' Organization and its
members, the admini~tor or admini~tors involved, and the Superintendent.
Miscellaneous
1.
.
-- All papers dealing with the processing of a grievance shall be filed separately
wm the personnel files. Such files sball be maintained by the Superintendent or
hislher representative and shall be available for inspection and copying by an
aggrieved party and the Whitesboro Admini~tors' Organization.
2. The existence of the procedure hereby established shall not be deemed to require
any administrator to pursue the remedies here provided and sball not, in any
manner, impair or limit the right of any administrator to pursue down the road any
other remedy available in any other form.
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FAIR DISMISSAL
A. This provision sball be in lieu of any procedures set forth in law relating to the dismissal
of an administrator during bislher probationary tenn or the failure to grant tenure at the
completion of a probationary term.
B. Any probationary administrator having served two years in the Whitesboro Central
School Distri~ who is recommended for dismissal or reduction in rank, shall be notified
by the District Clerk at least thirty (30) days prior to the Board meeting at which the
recommendation is to be acted upon. This notification shall also include the date of said
Board meeting. Not later than twenty-one (21) days prior to said meeting an
9dmini~or may request, in writing, that he/she be furnished with a written statement
within seven (7) days after receipt of the administrator's request. The administrator may
file a written respome to such statement with the District Clerk not later ~ seven (7)
days prior to the date of the Board meeting. The ~dmini~or may also request, and
shall be granted, an opportunity to be present, with up to two (2) representatives of
hisIher choice, at a hearing, in closed session, before the Board of Education. Such
hearing will be held prior to the Board's action on the recommendation to dismiss or
reduce in rank. The Board's decision "shallbe final and not subject to the Grievance
Procedure.
ARTICLE XIV
EXCHANGE OF INFORMATION
The Employer and the Organization agree to furnish each other, or provide access to, such
information as is required for the negotiations and/or the administration of t1Usor any successor
Agreement upon written request of the party requiring such data. It is understood that the
information requested will be provided within a reasonable length of time.
ARTICLE XV
USE OF BUILDINGS BY THE ORGANIZATION
The Organization may use buildings and facilities of the Whitesboro Central Schools without
cost fur professional activities provided such use OCCW'Sat a reasonable time and a Building
Request Form shall be submitted to the Superintendent by Friday preceding the week of the
desired activity. Forms are available in the"main office of each sChool
All meetings held on school property must conform with Board policy and are to be non-
exclusive and shall be open to the public.
If the use of the school building by the organization necessitates the scheduling of extra custodial"
help, the Organization agrees to reimburse the School District for such custodial help.
.
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ASSAULT ON ADMINISTRATORS
In the event of an assault on an administrator during the course of employment, the following
shall prevail:
A. The administrator will immediately report all such cases, in writing, to the office of the
Assistant Superintendent of Schools or the Superintendent.
B. The report will be forwarded to the Employer who will comply with any reasonable
request &omthe 8dmini~or for infurmation in hisIher possession relating to the
incident or the persons involve<I;°andwill act in appropriate ways as a liaison between the
administrator, the police and the comts.
c. The Employer will provide legal services and pay fees and expenses where civil and/or
criminal action is brought against an admini~or based on disciplinary action taken
against any pupil, or any other act performed in the discharge ofhislher duties and within
the scope ofhislher employment.
ARTICLExvn
ACADEMIC FREEDOM
A. Academic fteedom is essential to the fulfillment of the purposes of the school system,
and it ~ acknowledged that there is a fundamental need to protect administrators ftom
censorship or restraint which might interfere with their obligation to help teachers pursue
truth in the performance of their classroom functions.
B. The nature of America democracy demands that citizens be allowed 'exposure to all sides
of an issue, have the right to sort out the facts and arrive at independent conclusions.
c. The Board of Education recognizes its obligation to provide pupils of sufficient
maturational level an opportunity to explore various sides of controversial issues. This
exploration should take place both inside and outside the classroom in the full tradition of
fteedom of scholarship. While the Board of Education recognizes the rights of students
to study various sides of controversial issu~ it should be recogIDzedthat students may
arrive at opinions that do not necessarily represent the point of view of the faculty or the
DistriCt.
D. The Whitesboro Central School District will make every effort to maintaiti an atmosphere
of academic fi:eedomin the schools. Administrators are entitled to rights of citizenship..
Religio~ social~or political activities outside of school, or lack thereo~ will not be used
as grounds for discipline or discrimination with respect to the employment of such
administrator by the District.
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ARTICLE XVII
(Continued)
E. Policies and Procedures for Handling Controversial Issues
1.
2.
-.
3.
When an administrator proposes to deal with a topic which may be
controversial, and/or contemplates such a speaker( s) helshe should inform the
Assistant Superintendent two (2) weeks in advance of the event, ifpossible.
If the admini~tor disagrees on the handline of the issue, the admini~or may
file a form with the Superintendent. The Superintendent will function as outlined
in Steps 2-5 under "Procedures for Meeting Objections to Controversial Issues or
Proposed Activities, n outlined on the following page.
WIth respect to classroom activities, it is the responsibility of the ~tal building
staff (admini~tive and teaching) to consider issues in terms of the foUowing
guidelines:
a. Decide which aspects of controversial topics are appropriate to the level of
matwity and range of competence of the students they teach.
b. Decide in which areas of the curriculum these topics should best be
studied.
c. Present opposing points of view as objectively as possible and provide for
expression ,ofsame by others involved.
d. Keep in mind that the classroom is a forum and not a committee for
producing resolutions or dogmatic pronouncements. The class should feel
no responsibility for reaching an agreement.
e. Make use of appropriate sources as needed to present these viewpoints,
including speakers, films, periodicals and books.
Be sure that all discussions and presentatiom will be conducted within the
bounds of good judgement and in a professional manner. Libel, slander,
disruption, or advocating violation of law is not considered a legitimate
means of implementing the intent of this policy~
f
g. Activities will be restricted if they infringe upon the rights of others,
endangerheahh and safety in the school or community,or ~t the
educationalprocess.
F. ** Procedures for Meetin~ Objections to Controversial Issues or Proposed Activities:
Upon the receipt of a significant objection, the Assistant Superintendent sball inform the
admini~tor of the complaint and that the activity will be suspended until the procedure
following has been effectuated.
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(Continued)
** (Taken from Whitesboro Central School Agreement between the Superintendent
of Schools and the Whitesboro Teacher's Association and effective July 1, 1978
through June 30, 1981)
1. The teacher or building principal ~ when conftonted with an objectionto a
teaching procedure, activity, or controversial material, arrange for an informal
meeting to discuss the point. The following individuals will be present: the
teacher involved, the buildiDgprincipal and the individual or one or two
representatives of a group registering the objection.
2. IndividuaJs or groups registering a complaint should submit their objection on the
proper form to.the building committee chairperson with copies to the principal
and to the faculty member involved.
3. The teacher representative of the group responsible for the activity under review
has the right to be present during all phases of the committee discussion and
deliberation but hislher voting privilege will be denied.
Within one week after the filing of an objection, the committee sball deterinine,
by majority vote of those ~ whether the point in question should be upheld
or denied and prepare a written report. The building principal shall attach to this
report a statement ofhislher agreement or disagreement with the committee's
report and forward same to the Superintendent within three (3) days school days.
Should the Superintendent disapprove of this decision, a written statement of
hisIher reasons will be furnished to the committee and the teacher involved within
three (3) school days.
4.
5.. Only after the above procedure has been exhausted may a person or group request
that the Board of Education hear the case. The Board of Education may, before
this hearing, appoint a committee of their own choosing to present a report at the
time of the hearing. A decision by the Board
will be deemed as final and binding.
ARTICLExvm
LONGEVITY PAY
It is understood and agreed that longevity pay as descn1>ed in this document between the
Whitesboro Administrators' Organization and the Whitesboro Central School District is
establishedeffectiveJuly 1,2003throughJune 30, 2007. The Board shall not be obligatedto .
continue the terms beyond the expiration date.
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ARTICLExvm
(Continued)
"
The parameters of the longevity pay incentive shall be as follows:
1. The term ''District' shall refer to the Whitesboro Central School District.
2. The term "administrator" shall refer to all administrative personnel covered by the
Whitesboro Administrators' Organization bargaining unit, currently employed in the
district and eligible to retire as defined in item 3 of this document.
3. To be eligible for the longevity pay, an Mmini~tor must be eligible to retire and
immediately. eligible to receive benefits under the rnIes and regulations of the New York.
State Teachers' Retirement System and employed full time by the District for at least ten
(10) consecutive years, immediately prior to tditement.
4. An irrevocable letter of resignation for the purpose of retirement shall be submitted to the
Superintendent two (2) years and four (4) months prior to the effective date of retirement.
5. The amount of longevity increases will be established at the rate of % times the salary
earned during the year two years prior to the effective date of retirement. Payment fur
this amount will be made at equal increments of 1/3, 1/3 and 1/3 each year of the last
three years of employment and will be included in the employee's bi-weekly pay.
Example: Retirement date 6fl0/10, SaJary earned 2007-2008= $60,000
$60,000 x (1/2 = $30,(00) or $10,000 each year (2007-08,2008-09,2009-10)
6. Upon receipt of notification of the employee's intent to retire under the terms of this
longevity salary agreement, the total salary for each year of the three year period shall be
unchanged.and shall be calculated as the base salary plus 1/3 times % x base salary.
Example when base is $60,000 .
$60,000 + (1/3 x ~ x $60,000) = total
$60,000 + (1/3 x $30,000) = total
$60,000 + $10,000 = $70,000
7. Eligibility for tlUs longevity payment incentive requires satisfactory performance and
recommendation of the Superintendent.
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ARTICLE XIX
DURATION OF AGREEMENT
This Agreement is effective as of July 1, 2003 and will remain in full force and effect through
June 30, 2007.
For the District:
Dated: t);<dca .
For the Admini!':tmtors:
~
Dated: 1F/
() 3
/'dg;d~~ L
Gary Lone President. .
Whitesboro Administrators' Organization
ld Kaye, Superint ent of SchooJs
Whitesboro Central School District
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